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ABSTRACT 
 As Veterans of America’s military return to the civilian workforce, evidence of 
significant barriers have led to disproportionate unemployment rates for Veterans, especially in 
the age range of 18-24.  Studies have indicated that many Veterans show a lack of job attainment 
skills, a lack of civilian certifications and licensing, and insufficient transition assistance.  To 
address these issues, programs and initiatives have been implemented to assist the reintegration 
of Veterans into the workforce.  Common attributes of these programs can be grouped into two 
categories, job linkage programs, or education and development programs.   
 Although success has been found with these programs, the Vocational Rehabilitation 
Program has shown that success has been possible with a comprehensive program that 
incorporates both job linkage and development, as well as providing resources for health care.  
The costs per participants also indicates that the cost-effectiveness is similar to other programs 
while addressing more Veteran issues.  
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Introduction 
 The subject of this project will be on the reintegration of the military Veteran into the 
civilian workforce.  As members of the Armed Forces complete their tours of duty, and transition 
into the civilian sector, many have found issues that have impeded their success in finding work, 
especially work that allows skills learned in the military to transfer over.  The unemployment of 
Veterans has created a cause of concern for the Veterans Administration, the Federal government, 
and numerous organizations around the country.  To counter this trend, various programs have 
been initiated; old programs have been re-engineered to address the influx of Veterans leaving 
the service at the currently high rates of discharge.   
 For this report, I will focus on some of these programs in the scope of two categorical 
purposes.  The first category I will address will be job linkage programs.  These programs serve 
to assess exiting Veterans current skill and attempt to match them to civilian sector jobs, hold an 
abundance of job bank resources and policies to incentivize companies to hire Veterans.  The 
second category I will address will be training and educational programs.  These programs are in 
place to give support to Veterans as they develop technical expertise or obtain higher levels of 
education. 
 I will assess individual programs that pertain to both categories and analyze strengths and 
weaknesses of each program.  Personal interviews with users of one of the development 
programs, the GI Bill will draw on experiences to provide a qualitative measure to the 
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effectiveness of one form of a workforce reintegration program.  I will then look into the 
Vocational Rehabilitation and Employment Services Program, a Federal program that 
incorporates both job linkage and training support programs, and propose recommendations that 
could improve the effectiveness of these two categories to achieve its goals of Veterans 
reentering the civilian workforce. I will also provide recommendations on how local or state 
governments can assist their Veteran communities with obtaining access to the civilian 
workforce. 
  
 The objective of this analysis is to have a comprehensive assessment of Veteran 
workforce initiatives that can be used by local, state, and federal officials to determine best 
practices.  This will be a useful tool by planners in areas with large numbers of Veterans, both for 
the ability to build capacity for Veteran organizations, but also for workforce development of this 
demographic. 
 
Background and framing 
 As the two wars continue to draw down, many Americans are returning from military 
service looking to enter into the private sector, bringing unique skills, experiences, leadership 
and organizational values.  These individuals have skills that are useful in several in need 
industries, from trucking, supply chain management, logistics, defense, construction, 
governmental administration, and numerous skilled trade specialties.  Military Veterans are often 
cited from corporate leaders as being not only highly qualified for private work, but are highly 
optimal employees.  Since the beginning of the Global War on Terror in 2001, these Veterans, 
identified as Gulf War II Veterans, amounted to 2.6 million Americans in March of 2013 
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(Bureau of Labor 2013).  This figure is increased by roughly 165,000 annually, with an expected 
yearly increase of up to 250,000 due to the recent military draw down (Department of Labor 
2012).   
 The Veteran population is one that is comparably educated, having higher high school 
graduation rates, with 98% of Gulf War II Veterans obtaining theirs, compared to 86% of the 
non-Veteran population.  Also, although non-Veterans have higher attainment of college degrees, 
it is not a significant difference, with 23% of Veterans, compared to 27% of non-Veterans having 
a degree.  What this shows is that not only are there an abundance of workers with a comparable 
level of educational attainment as the national averages, but also all have been trained in various 
skilled industries.   
 These talents, however, have not translated into immediate employment upon transition 
from the military to the civilian sector.  No demographic of Veterans is more affected by 
unemployment than those from the age ranges of 20 to 24, who are faced with an over 20% 
unemployment rate, 7% more than non-Veteran contemporaries in this same age bracket (Annual 
Employment Situation of Veterans 2012).   The disparity between Veteran and non-Veteran 
unemployment drastically lessens and by the age of 34, the two groups do not show in significant 
difference. 
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Figure 1. Unemployment Comparison 
 
          
Literature Review 
  Veteran unemployment holds many complexities which cumulatively shape the problem. 
In a survey conducted with Veterans, one-third cited the economic downturn as their biggest 
challenge obtaining work, yet many others answered with responses not commonly considered as 
being a major issue, given the technical knowledge these individuals exit the military with 
(IAVA Member Survey 2012).  The lack of civilian-recognized licenses and certificates that 
qualify for operational qualification, even if it is the same equipment or processes that were 
implemented in the military, an inability for Veterans to translate their qualifications and 
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experiences from the military in language recognized by civilian hiring agents during interviews 
and selection process, or not wanting to highlight personal achievements, after an extended of 
time in the military as individualism is looked at as an unfavorable characteristic.  Also, many 
are currently in school, or are drawing unemployment as part of the military discharge, which 
may also skew some of the reporting (Veterans Employment Challenges).  
  As military personnel are discharged, there are many different actions that need to be 
done prior to checking out of the military unit, including turning equipment in, administrative 
and payroll changes, health record transfers, and transition preparation.  For Veterans, the 
transition preparation is only one portion of the overall checkout, and is one that does not have 
much of tangibility for many who go through the process.  As we will show later, the transition 
phase that precludes the discharge of military personnel is not one with a focus on the Veteran 
being successful in the civilian sector, more as a checklist of procedural steps mandated by the 
Department of Defense.  The answers in the IAVA survey speak volumes to the degree that 
workforce programs have now been viewed in Veteran reintegration, as 43% cite they are ill-
prepared for the workforce, either skill and education level, or navigating the workforce 
marketplace (IAVA 2012). 
 Even with a need of highly skilled workers in the labor pool, many times this does not 
lead to employment upon leaving the service.  A report performed by the Center for a New 
American Security performed a survey with 69 companies of various sizes, and found that 
although there were instances of companies hesitant to hire Veterans due to their service, there 
were also a high number of respondents who cited a lack of the Veteran to be able to translate 
their skills during interviews and informational sessions, as well as a skills mismatch for specific 
jobs (Employing America’s Veterans).  Although the hesitance issues are an internal philosophy 
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by management, which educational sessions through human resources could solve, the inability 
to communicate what the Veteran has done in their military service, and how that can benefit an 
organization, or lead the Veteran to determine how to obtain the skills that they may lack to be 
more attractive to  be hired (Labor Force Rentry 2012).  The CNAS survey found that many 
service members had obtained skills in certain technical professions, yet the equipment, codes, 
and processes are different between the military and the private sector, so the Veteran will need 
to go through additional training to become qualified (Employing America’s Veterans). 
 These barriers to enter the market has a dual cost on the public as we fund not only the 
training through the military, but also are paying for unemployment insurance, as well as the 
various programs that will assist the Veterans to enter the workforce.  A report from the Center 
for Naval Analyses found training a basic Marine costs nearly $25,000, and this does not account 
for the specialty training, which can range from $4,000 to over $10,000, depending on the job 
occupation the Marine is selected to be (Bowers 1991).  
  
Disabled Veterans 
 The definition of a disabled Veteran is an extremely broad term that encompasses any 
injury with lasting effect, caused by an event while serving in the armed forces.   This is anything 
from loss of appendage, to ringing in the ears.  As much as 28% of military Veterans have 
reported having a service-connected disability, all in various levels of the term (Employment 
Situation 2013).  It is not safe to assume that if a Veteran has a service-connected disability, that 
they are physically or mentally unable to join the workforce, rather most do, in fact, attempt to 
immediately rejoin the workforce upon transitioning out of the service.  Many use programs we 
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will discuss, and are successful in finding employment.  The stigma needs to be stripped away 
from this discussion before we can truly identify gaps in workforce intermediaries for this sector.   
 With nearly 30% of the over two million Gulf War II Veterans who have transitioned out 
of military service since 9/11, it looks like an extremely daunting number of cases to work with 
(Bureau of Labor Statistics 2013).  Fortunately, the dominant portion of the disabled are given a 
rating of 10% disability rating, which can be anything from ringing in the ears, to depression.  It 
is relatively minor in the scale of how they may be able to function on a job site or classroom.  
The National Survey of Veterans found that of those who responded to their 2010 questionnaire, 
only 37.5% had a disability rating over 40%, with over 30% having disability ratings of 10 or 
20% (Westat 2010).  When you reach 40% or higher, these are individuals who either sustained 
traumatic damage in a single incident, whether it is traumatic brain injury, wounded in action, 
major skeletal or severe post-traumatic stress, or it could be a combination of smaller issues that 
collectively can impact ability to function normally.  These are the men and women who are in 
the vulnerable group in terms of needs of higher resources and may need extra assistance to 
return to the workforce. 
 The issue of those that are seriously disabled only become exacerbated by the backlog 
that Veterans Health Administration currently has, where they are rough 696,000 pending VA 
claims, of which 390,000 have been pending for longer than 125 days (Monday Morning 
Workload Report).  A recent decision by the VA was to clear those claims that have been open 
the longest.  Although it may be the equitable thing to do for Veterans who have been waiting, it 
still means that Veterans who are looking for help after initially transitioning out will be unable 
to get the help they need, with a 56% percent chance that it will take 4 months or longer.  Many 
of  the claims that are backlogged are the more complex cases, which need to go through at least 
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one review (Serbu).  Those who are rated 10 or 20% typically don’t wait long to be processed as 
the cases are typically simple to determine.  From personal observation while working with VA, 
it was the Veteran who really needed the help that had to wait the longest. 
 Some of the Veterans who transition out of service have very debilitating issues, those in 
which it is unlikely that they would be able to rejoin the workforce in either a traditional manner, 
or it would take a long arduous process in which to do so.  These could be major blast victims, 
severe traumatic brain injury, loss of multiple limbs, or severe post-traumatic stress.  In these 
instances, getting re-integrated in the workforce is not the most pressing issue, and resources 
should be provided to treat and cope with battlefield injuries.  We will look into how disabled 
Veterans are being included in to the workforce later. 
 While examining programs that attempt to address the problems that Veterans are facing, 
it became noticeable that there seemed to be a trend in that most programs would focus on either 
job linkage and resources programs, or skill development programs.  I feel it necessary to 
partition these two trends, as although they do serve for the same terminal objective, the courses 
of action are stark in contrast.   
 
Job linkage/Resource 
 As we have seen, many Veterans have been unable to navigate the civilian job market, 
with an inability to locate employment opportunities, and being unable to translate their work 
experience through resumes and interviews.  The following programs have been implemented to 
enhance Veterans’ ability to have the resources and ability to locate, and obtain work. 
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TAP/TAM 
 As part of exiting the military, for the last twenty years, soon-to-be Veterans have been 
mandated to attend a 3 day, 4 hours per day, Transition Assistance Program.  Prior to 2013, these 
have rarely seemed to benefit the individual Veteran, as it was looked atas another box to check 
off in the long list of pre-discharge activities.  While there were classes of some substance, such 
as VA healthcare enrollment, many failed to provide any practical application, and from personal 
experience, nothing more than brochures of government programs that were not well explained.  
Many courses were explaining the VA’s health benefits, and how to properly  check out of the 
military, and transfer records into the Veterans Administration.  Only a one day course attempts 
to address education and job obtainment skills, including interviews and handouts of resume 
templates.  The Veterans Administration found this program even more troubling, as only 12% 
of transitioning Veterans even attended this program (National Survey of Veterans D-8). Worse 
still, only 55% of those who attended found it to be useful.   
 There may be a number of factors that could contribute to the fact that only 12% attended 
something that many military units mandate.  These can include a short amount of time between 
transitioning and numerous things to be done that hold priority, inability to take a week of from 
regular duties, or postponement of some of the courses for a myriad of reasons.  Also, the 
attendance tracking by the program administrators was found to be subpar, leaving little 
enforcement of the attendance mandate. This allows unit commanders to disregard the program 
and elect to keep soon-to-be Veterans working with the unit as most who are transitioning out 
has value that the commanders want to utilize as long as they are in active duty (VETS 2010).  
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  This sign of program inefficiency has been noticed, and along with his own initiatives to 
get Veterans employed, President Obama called for an overhaul of the Transition Assistance 
Program.    A pilot program was completed on seven military installations that has reported 
positive findings.  The program has been extended two more days to a five day program, and is 
structured to provide immediate planning for those exiting the military.  No longer a platform to 
primarily inform of VA benefits, the VA,  the Departments of Labor, Education, and Defense, 
the Small Business Administration, the  Office of Personnel Management, and the military 
services spent a year developing the program to make it more multi-faceted, addressing personal 
finances, education, job assessment, and interview and resume skills training (Cronk 2012).   In 
April 2013, it was announced the pilot program has transitioned into full implementation for all 
active-duty members to be mandated by not only individual units, but the federal government, 
with the goal to “ensure that those who are leaving the service are prepared for their next step, 
whether that step is pursuing additional education, finding a job in the public or private sector, or 
starting their own business” (Cronk 2013).  It will be notweworty to look at the TAP program in 
future studies, to indicate any changes to participation and Veteran satisfaction with the changes 
to the programming. 
 
Exec Order 13518 
 In an effort to further address the employment issues for Veterans, President Obama 
issued Executive Order 13518, stating  “we must do everything in our power to assist them in re-
entering civilian life and finding employment. Government as well as private employers should 
play a prominent role in helping veterans who may be struggling to find jobs” (Executive Order 
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2009).  This Order put in effect a Council on Veterans Employment, but more importantly for the 
individual Veteran looking for employment, it also began the Veterans Employment Initiative, 
that promoted hiring of Veterans in the Federal agencies, provide training to human resources 
personnel in Federal agencies on Veterans Preference, and coordinate with the Department of 
Defense and Veterans Affairs to develop better practices to bring Veterans into the Federal 
workforce (Executive Order 2009).  It has had positive results thus far with increases in the 
proportion of the Federal employees coming with a military background, with a 2% total 
increase from 2009 to 2011 (Employment of Veterans 2011). 
 There are programs that in some way already address getting Veterans with greater 
challenges into work.  The best example is Obama’s Federal hiring initiative, which places 
emphasis on hiring disabled Veterans.  Since the start of the program in 2009, the number of 
Federally employed disabled Veterans has grown by 1.2% of the total employee pool, with an 
increase of 30,000 new disabled Veteran employees.  Further, of those 30,000 new disabled 
Veteran employees, nearly 25,000 of them had a service-connected disability rating of 30% or 
more (FedsHire 2011).  This is not the only initiative to attempt to help the Veteran with  a 
disability, the IRS announced that as part of the Work Opportunity Tax Credit, private firms will 
be eligible for the maximum tax credit if they hire Veterans with service-connected disabilities, 
as part of the VOW to Hire Heroes Act in 2011 (IRS 2013). 
 
VetSuccess on Campus 
 VetSuccess on Campus (VSOC) is a program initiated in 2009 by the Veteran 
Administration that attempts to provide improved resource centralization on campuses that have 
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high volume of student Veterans.  Starting with a pilot program at the University of South 
Florida, it has quickly expanded to over 100 campuses across the United States (VetSuccess).  
VetSuccess on Campus installs a Veteran Benefits counselor on campus, coordinating between 
student Veterans and the VA, with some interaction with the school itself, however, these 
counselors are not directed by the University administration.   By being on campus it allows for 
student Veterans a tool to ease the transition from military life to college, and address 
employment goals, and discuss strategies that makes a more viable candidate for employment.  
Also, they assist Veterans with obtaining other forms of VA benefits, such as assessing the 
option for Vocational Rehabilitation & Employment Services, contact information to outpatient 
health clinics and VA hospitals. 
 Given the infancy of VetSuccess, we cannot truly measure the impact that it has, yet 
given its relative low-cost of implementation of one to two VA representatives per campus, and 
co-location with university registrars or Veterans Centers, it may be able to function as a low-
cost service that caters to a specific market, the student Veteran (Fiscal Year 2013 Budget). 
  
Strengths 
 As military personnel exit the service, the existence of these three programs affords 
opportunity to be prepared to transition, and allows for resources to be on hand if they are 
needed.  The executive order creates an opening that provides preference for Veterans, especially 
disabled Veterans into the federal workforce.  The order also implements training for human 
resources to understand the type of workers that Veterans can be, and to remove any stigmatism 
that may exist in the hiring agent’s selection process (EO 13518).  The initial success of the 
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executive order, by increasing Veteran employment in the federal sector, is a good indicator of 
agencies implementing President Obama’s initiative.   It must be noted however, that the federal 
hiring initiative is limited by the positions that the federal government has, as well as that there 
will be Veterans who have strong disbelief of working in the federal government, limiting the 
potential impact. 
  
Weaknesses 
 There are some shortcomings with job linkage programs that will impede on the optimal 
success of the goals they are trying to meet.  The willingness of implementation is critical, and 
although there have been positive takeaways for both the executive order and the Transition 
Assistance Program, it is up to the agencies themselves to fully embrace the tenants of these 
initiatives.  If military units are not punished for not sending all of their soon to be discharged 
personnel through TAP, then it will be of less priority to commanders, who still need work to be 
done.   
 Another issue is who this benefits, and who it doesn’t.  For the federal hiring initiative, as 
well as VetSuccess On Campus, this is to assume a level of preparedness that is already 
possessed by Veterans.  VetSuccess On Campus’ target market is those on campus, usually 
individuals who are already fairly prepared as is, as well as having access to college career 
resources.  Likewise, the federal hiring initiative is predicated on giving preference of a qualified 
Veteran over qualified non-Veteran, which in turn would mean that the Veteran already found 
how to navigate the federal job resource centers, apply, and be deemed qualified for employment 
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already.  This, essentially, is taking the population that may not have truly needed the help, and 
likely needed it less than a larger majority of unemployed Veterans.    
As these programs are implemented, they are able to serve a number of those who may have 
service-connected disabilities, but in all likelihood were able to obtain work with relative ease 
through these channels.  These intermediaries are likely to hire individuals who may have been 
ready to work, and had the requisite skills, however,  lacked an avenue to find employment.  This 
does play a vital role in solving Veteran unemployment, while getting jobs filled, but these 
programs make little mention of those who need supplemental training, credentials or have other 
issues that need to be addressed.  So with the abundance of programs, there still needs to be a 
program that can not only identify how to help the Veteran get specialized service, but be able to 
get trained for a job, and get employment.    
 
  
Job Training 
 As previously addressed, many Veterans who leave the military have a lack of civilian 
experience and certifications, leaving them with a need to acquire skills that will qualify them for 
work.  For those who wish to transfer skills attained during military service often run into issues 
of not possessing the civilian licenses or certifications  federal and state governments have 
implemented various programs or incentives to provide training for these individuals.  Programs 
such as the GI Bill are used to assist those who qualify with obtaining skills through higher 
education or vocational schools.  Other programs take a direct approach and have a narrow scope 
of participants, usually in a given industry such as trucking, engineering or education.  Other 
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programs use financial incentives for private businesses to develop Veterans through training 
programs, hiring them after completion.  These programs all have terminal objectives of 
developing trained Veterans that are qualified to work in the civilian sector. 
 
GI Bill 
 The most popular and most widely used initiative has been the GI Bill, with over one 
million Veterans who have used the newest of the program since 2009 alone (One Million). With 
the Montgomery GI Bill, to the predecessor with the Post 9/11 GI Bill that was launced August 
of 2009, military members paid a portion of their wages while in the service to be eligible for it 
after they left the service.  This did mean that for those who did not pay in, they were ineligible.  
The Montgomery GI Bill was a monthly benefit paid to the Veteran student who was attending a 
college or training program to offset the costs of tuition. This was a standardized dollar amount, 
and in many instances, did not cover the full cost of in-state tuition.  As the price for post-
secondary education increased, it lowered the efficiency of the Montgomery GI Bill’s intent, and 
new legislation was proposed by Senator Jim Webb (R-VA), leading to the passing of the Post 
9/11 GI Bill.  Put into effect for the fall semester of 2009, the new program had drastic changes, 
including the privilege for all who served a minimum period of service after 9/11/01 qualified, 
without requiring paying in, like the Montgomery GI Bill, tuition being paid up to the highest 
costing in-state tuition in the state of attendance for public schools, or for private school, a set 
amount that is dictated by the state (VA 2013).  For example, according to Duke University’s 
website, the cost of tuition and fees is $45,620.  The Post 9/11 GI Bill would thereby cover just 
$19,198 of that cost (Post 9/11 GI Bill Payment Rates). For out of state and private school 
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students, the difference will need to paid by them.  Another major change was that housing 
stipends were authorized, freeing up student Veterans from being forced to choose from work 
and school, and allowed Veterans with families to attend school.   
 This program has had over one million Veterans take advantage of it, although the 
successes have yet to be determined, as tracking has not been implemented until recently.  Data 
will begin being tracked by program administrators, a first since Post 9/11 GI Bill’s inception 
(Wagner).  The lack of data to analyze the success of the GI Bill are of concern, especially given 
that this is a more cost-intensive programs, incurring high cost for an unidentified outcome.  The 
VA only beginning the data accumulation now is going to have a long impact on how we are 
able to measure success, as it would take at least a five to six year period of analysis to ensure 
that one graduating cycle could be examined, and post graduate surveys can be conducted.   
Also, the GI Bill is not a case managed program, rather a fiscal benefit.  This means there is no 
career aptitude assessments, counseling or job seeking preparation.  This program is to assume 
that the participants are already prepared to obtain work as soon as their training was completed.  
The only status reporting is done by the schools they attend to ensure the classes they take are in 
line with their program.  This hands-off approach may see shortcomings when the data is 
analyzed. 
 
Industry-Specific Training 
 With a large portion of Veterans having already been trained in many different types of 
industry, programs like GI Bill miss a certain portion of the Veteran population who need skills 
to be updated to be relevant in the civilian sector.   Many Veterans hold licenses to operate 
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certain equipment for the military, yet these licenses are not honored in the private sector, for a 
variety of reasons, including different operational requirements, military instructors not having 
credentials to grant civilian certifications, and various state and federal codes and laws being 
different than in the military (Denying Credit).  Many industries are beginning to recognize that 
as their fields continue to have a shortfall in able, qualified applicants, there is a growing pool of 
people who can fill their needs who are unfamiliar with steps to have their skills matter outside 
of the military.  Industries such as trucking, utilities and construction, and mechanics all have 
companies or collaborative partnerships to provide training to fast track training, licensing those 
with prior experience in a similar field.  Some of these programs include: Troops to Truckers, 
and Helmets to Hard Hats, as well as programs like Troops to Engineers, Troops to Teachers and 
Boots to Suits, which find linkages from universities to civilian internships and employment for 
student Veterans.   
 The most widely recognized industry-specific training programs, Troop to Truckers, is 
administered by the Veteran Resource Network, a non-profit organization that also has programs 
such as career planning, an outdoor guide school for Veterans looking to work as mountain or 
river trail guides, as well as advocating on behalf of Veteran needs through case management 
work with the VA.  Troops to Truckers, in partnership with the trucking industry, trains Veterans 
to obtain their commercial driver’s license, and place them in a trucking company.  Applicants 
do not have to have any experience, and has training centers nationwide (The Program).  This 45 
day course, and the estimated cost for the training program of $3,000 is eligible for GI Bill and 
Voc Rehab benefits, allowing for no cost to students, as well as having sponsorships that allow 
for payment arrangements for those that do not have any benefits, but are Veterans.  Many state 
workforce development departments also work with Troops to Truckers for grants, and 
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placement assistance.  This program has also spearheaded initiatives at the state and federal level 
for more streamlined processes for Veterans to obtain certifications, evidenced by the Military 
Commercial Drivers Act, that allows states to authorize CDL’s to military members who are 
stationed in that state, regardless of the home of record (Congress 2012). This allows for an 
expedited ability to obtain certifications, and can be done prior to leaving the service.  
Strengths 
  Veteran hiring initiatives, many which have come off of the Executive Order, have had a 
large effect on the total workforce, including in the most troubling demographic, 18-24 year old 
Veterans.  The rate of unemployment for Veterans, especially young Veterans was very high 
peaking for 18-24 year olds in 2011 with over 29% before going down in 2012 to just over 20% 
(Employment Situation 2013).  
Figure 2. Unemployment Trends
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 As the recent overhauls of the GI Bill, the Transition Assistance Program, and the 
introduction of the industry-specific programs begin to produce qualified Veterans, we may see 
this number decrease more.  The push by states to address critical needs inside of its borders 
allows for a concise method of program deliverability and most of these development programs 
find the Veterans who already have a matching skill for its own labor needs.  There is a 
possibility that the drastic difference between the 18-24 year old demographics of Veteran and 
non-Veteran will decrease to a level of insignificance, however this cannot be certain as of this 
time. 
 
Weaknesses    
 With all of these Veteran targeted services and initiatives, they are able to reach a wide 
breadth of people in this community, and there have been positive takeaways, such as the 
lowering of the 18 to 24 year old Veteran unemployment, as well as much better opportunities to 
obtain education.  But unfortunately, Veterans are a unique set of individuals, who also have 
many complex issues.  When programs are designed in a silo as they are in the aforementioned 
ways, it tends to be designed without taking into the totality of the Veteran problems with 
unemployment.  For job linkage programs, it does not address the lack of skills that are needed to 
be qualified to work, while for a development program as large as the GI Bill, it does not have 
any counseling for career planning and interview or resume writing skills.  For programs like 
Post 9/11 GI Bill, it is a benefit, not a program with administrators who speak with a set of 
participants, or case managers for those who request it, or even liaisons at universities who take 
comprehensive looks into each participant in the GI Bill.   
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  For a large portion of the Veteran population, there are supplemental needs in their lives 
that also need to be addressed that these programs that were touched on do not delve into such as 
disabilities and healthcare needs.  Without any sensitivity to this, these programs and initiatives 
may be inefficient for some of the Veteran population, namely those with greater levels of 
disability. 
Phone Interviews 
 To better identify the role that a workforce program has on Veteran success in the 
workplace, interviews were conducted with current and former student Veterans at San Diego 
State University whom had used at least one version of the GI Bill. The subjects included 
undergraduate and graduate students, 2 women Veterans, and 4 who had already completed their 
education.  Identified through correspondence through San Diego State’s Student Veteran 
Organization, it should be noted that these participants and their experiences may not reflect 
similar results as those who are in community college or vocational schools. To better 
understand the resources on hand at San Diego State, it offers a fully-funded Veterans Center, 
with multiple administrative staff.  It was one of the first to implement VetSuccess on Campus, 
and has housing specific for Veterans on its campus.  Student Veterans also benefit from one of 
the largest Student Veteran Organizations in the country, as well as having Troops to Engineers 
to utilize as well.  Given its proximity to three large Navy and Marine Corps bases, many 
Veterans enjoy a strong military network as well, and are able to tap into a large Veteran 
community in the Southern California region (Veterans on Campus).   
 The questions were designed to draw out the personal perception of the GI Bill’s 
effectiveness, shortcomings and ability to directly influence job attainment.  The questions asked 
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in the interview were to identify the main goal for employment obtainment; how the GI Bill 
assisted in accomplishing their goals; what were the most important aspects of the GI Bill, and 
what were some weaknesses; and if they found the GI Bill beneficial and how, and would they 
recommend it to other Veterans.  The experience of these eight participants can shed light on the 
attractiveness of workforce programming for Veterans, and if the intents of the GI Bill is similar 
to the goals that the participants that are using the benefit.   
 The goal of the GI Bill is to provide an opportunity for Veterans to have the opportunity 
to have an affordable opportunity to attend school.  In the interview, when asked what was their 
most important aspect of the GI Bill, it was the housing stipend that participants receive while 
enrolled in an educational program that was cited in all cases.  As we have discussed, the 
Montgomery GI Bill did not have a stipend, and for one interviewee who used both versions of 
the GI Bill during his time in school, the Montgomery GI Bill was inadequate for them to attend 
school full-time, while working to afford rent and food.  With the addition of this benefit, the 
interviews indicate that it has made the Post 9/11 GI Bill more attractive to utilize, which the 
data can reflect its popularity, as over one million Veterans have used it since 2009. 
 When asked about their goals for employment and if they felt that the GI Bill directly 
affected their achievement of their goals, the answers varied.  2 respondents found employment 
in their field of study, and felt that the GI Bill afforded the opportunity to obtain the degree 
needed for their position.  Meanwhile 2 others who had also graduated responded with a no, that 
the GI Bill, and the degree that they acquired in part from it, had no effect on their employment 
status.  One returned to the military at the same pay grade as before, while the other still had not 
found salaried employment and is in a low-skill service position.  The remaining 4 were still in 
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school, and although they feel confident in obtaining employment, they had not been actively 
searching for employment. 
 The compounding of multiple workforce initiatives was evident in 3 of the participants, 
as one was utilizing Vocational Rehabilitation after exhausting the Post 9/11 GI Bill, and two are 
in the Troops to Engineers program.  Of these three, one is currently interning in a position that 
came directly from the Troops to Engineers program.  Of those interviewed, this is the only 
instance of a position found through a workforce program.  When asked about job linkage or 
Veteran-centered job resource initiatives, none had utilized these resources, instead they cited the 
University career center, personal networks, and career specific job boards as being the common 
avenues of job searching.  5 out the 8 could not identify a job resource initiative that was catered 
to Veterans, although 7 of 8 were aware of governmental hiring preferences for Veterans. 
 Other observations that were noted were the suspension of housing stipends during winter 
and summer breaks of school, with multiple responses of the winter break stipend freeze as being 
a major issue for Veterans. Also, although the terminal objective of employment may be 
inferred, the main goal of the GI Bill was only cited once out of the eight responses.  The 
majority cited obtaining a higher education, with one stating that it was to keep benefits going 
while they continued looking for employment.  Overall, the response for the Post 9/11 GI Bill 
was unanimously in high praise of the program, citing the housing stipend, and financially 
covering the full cost of in-state tuition for San Diego State.  Most delivered the same sentiment 
that it is the best program for Veterans trying to achieve higher education goals. 
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Combining the models 
 If we are to address Veteran unemployment, and try to capture as much of the target 
population as possible, perhaps a more comprehensive program would benefit.  This takes us to 
the Vocational Rehabilitation and Employment Services Program, which attempts to not only 
combine job linkage and resources with development, but also includes other programming 
activities that also look into other possible barriers for employment.    
Overview of Voc Rehab 
 The Vocational Rehabilitation and Employment Services Program (from here on referred 
to as “Voc Rehab”) is designed as a comprehensive employment focused training program.  It is 
one where you have to be screened for admittance into the program.  If it is determined that you 
have no issues from being able to obtain employment, or obtain access to programs that could be 
feasibly done without additional assistance, you would not be admitted to the program.   The 
program’s services are designed as a tool that, “assists Veterans with service-connected 
disabilities to prepare for, find and keep suitable jobs.  For Veterans with severe service-
connected disabilities who cannot immediately consider work, the program offers services to 
improve their ability to live as independently as possible through their Independent Living track” 
(Voc Rehab). 
 After a screening program determines that an individual should be in the program, using 
factors such as, having a service disability that they determine hinders their ability to obtain 
employment, type of discharge from the military, Veteran interests and abilities, and how they 
can the Veteran can determine their goals, and can eventually become independent, as in, does 
not have other needs that should be addressed first.  They then will be provided a Vocational 
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Rehabilitation Counselor who will work with the Veteran to design an individual Rehabilitation 
Plan.  This will be a collaborative effort between the VRC and the participant, based on 
 Transferable skills 
 Labor market 
 Physical demands and limitations 
 Viable employment and/or independent living arrangements 
 Identifying resources need to achieve rehabilitation 
 Narrowing vocational options to identify a suitable employment goal 
 As written by Veterans Affairs, “A rehabilitation plan is an individualized, written outline 
of the services, resources and criteria that will be used to achieve employment and / or 
independent living goals. The plan is an agreement that is signed by the Veteran and the 
Vocational Rehabilitation Counselor and is updated as needed to assist the Veteran to achieve his 
or her goals” (Voc Rehab). 
 By working through this process, the participants in Voc Rehab are able, with the 
counselor’s help, to determine what they wish to do for a career, what is feasible, and devise an 
action plan that addresses employment training, independent living, and placement into a job (or 
starting their own business).  This is a process that the counselor will continue to speak with the 
Veteran throughout the program, which is a multi-year program, and its goals can be updated as 
the participant moves through the program. 
 In 2012, Voc Rehab had 121,000 participants in a rehabilitation plan, including new and 
existing plans, including 70% who have been deemed to have a serious employment handicap, 
where it has been determined that there is reason for counselor’s to believe that a mix between 
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their service-connected disability, and possible environmental factors makes it difficult for them 
to be able to be successful in the civilian job market.  To support these men and women, they 
have additional services, which include entitlement extensions, adaptive equipment, and other 
job obtainment skills services (VA Study 2012).  Many who enter the program are in some of the 
lower percentiles of wages, home ownership, employment and standard of living, a variable 
compiled by Veteran Affairs that takes into account living situation, income, education, health 
and other factors. 
Impacts of Voc Rehab 
 A longitudinal study on the Voc Rehab program was started in 2010, and will be a 20 
year study of three different study groups, who will be evaluated based on when they join the 
program, in 2010, 2012 and 2014, to show the effects on characteristics of participants when they 
enter Voc Rehab, such as income, home ownership, and employment, and track them over time.  
It will be delineated by who is actively in the program, who discontinued the program due to 
completion, and who discontinued the program without completion.  This will be the 
measurement of this programs performance, and is available for free on the Veterans Affairs 
website.  The sizes of each group will vary, as of now the 2010 cohort is 10,792, while the 2012 
is much greater, at 15,397, to which the VA has attributed to economic downturns that led people 
to seek more assistance, and more eligible participants than before (Voc Rehab). 
 It is too early to see just how successful the program is, but there are already some very 
positive outlooks in the group who was in the program in 2010.  Since then the level of 
satisfaction in the program has been well received, with 65% of all participants saying they were 
satisfied to extremely satisfied with the program, although for those who discontinued before 
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completion were only 37% satisfied.  Many times those who discontinued before completion 
where usually in an Extended Evaluation as a program track for their employment needs were 
not selected, which could have been either on the job training, self-employment, traditional 
training programs or skill transfer training (Voc Rehab Study 2012).  Also, those with serious 
employment handicaps show to have higher rates of discontinuation.  As of the 2012 report, of 
the 10,753 new participants in 2010, 971 had discontinued prior to completion.  In contrast 1,631 
had been rehabilitated, with over 8,000 still actively participating. 
 The program has shown success for the 2010 group who have been able to complete their 
program as they hold higher numbers in employment rate, obtaining jobs they trained for, tenure 
of employment with the same employer, wages and home ownership than the average of all 2010 
participants, and much greater when compared to those who were unable to continue in the 
program (Voc Rehab 2012).  Income is one of the highest jumps, and is indicative of much of the 
success of the aforementioned categories.  Of the 1,007 participants who chose a track for 
employment, and have completed their program, many came in well under poverty, with 85% 
making less than $24,000 a year, and 71% making no income.  After rehabilitation, that has 
dropped to 24%, with only 3% not having any income.  Excluding those who made no income, 
the conditional mean salaries were increased by nearly $10,000, to $38,148.    This short time 
span has seen some great changes, and it is a hopeful outlook as more Veterans complete their 
programs. 
 The cost per participant will fluctuate as the program is case-based, with unique costs for 
each case.  In Table 1.  The per participant cost is less than the per participant cost of the Post 
9/11 GI Bill, while incorporating a wider range of services, as previously addressed.   The 
Montgomery GI Bill utilizes the least cost, however it is important to note that this version of the 
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GI Bill does not have a housing stipend, which all surveys indicated as one of the primary 
benefits of the Post 9/11 GI Bill, and which Voc Rehab also provides. 
Table. 1 Program Costs of Benefits 
Source: Government Accountability Office, 2013 
 
 As data becomes more available from both the Post 9/11 GI Bill and the longitudinal study of 
Voc Rehab, we may be able to determine the feasibility of a comprehensive, case-based program 
that can be more inclusive of the Veteran population than what the Voca Rehab program 
currently does.   
 By getting this demographic of Veterans, and implementing these case based, 
individualized plans, it is of my assumption that this program is vastly different than other 
programs discussed throughout this report, and fills needs that have also been discussed 
throughout this report.  By encompassing health care issues, and actively addressing the 
rehabilitation process, this program has seen to attract an older, more vulnerable population, one 
that perhaps programs such the GI Bill, the federal hiring initiative, or VetSuccess could not 
reach in an efficient manner.  The criteria to be accepted into this program has a high correlation 
with disability, and may pose a barrier to many transitioning Veterans, who are not rated a 
disability, which surveys have indicated that this  is a quarter of the total Veteran population, and 
many have never applied for VA disability who may be in need (Survey of Veterans 2010). 
Program Participants (FY 2012) Payments (FY 2012) Payments Per Participant
Post 9/11 GI Bill 646,302$                               8,453,000,000$               13,079$                                   
Montgomery GI Bill 118,549$                               932,000,000$                  7,862$                                      
Vocational Rehabilitation 61,755$                                 791,000,000$                  12,809$                                   
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 The data on the brief timeline of the longitudinal study show promise that even though it 
is a more troubled, complex group, employment has been obtained, and a satisfaction with the 
program is indicative that there is a positive effect for many, primarily those who stick through 
the program.  The continued tracking will provide great insight into the overall effectiveness of 
this program, and if this comprehensive style has more efficacy in implementation than the two 
models that we have also looked into.   
Recommendations  
 As we have looked into these programs, there seems to be a divide between the public 
agencies, and the private job market, and is more supply side focused, with little actual input into 
what are the needs of industry.  The only cases that this differs are in the industry–specific 
training programs, who largely are instituted due to private market needs in these skilled labor 
jobs.  The continued collaboration between private market and the states should be noted by 
administrators of the federal programs to give information to Veteran participants of 
opportunities in markets and supply surplus (more workers than openings) in other industries. 
 We must remember that although we have aggregated individual programs into two 
different defined models, they each do serve distinct functions, and may cater to differing 
portions of the Veteran population.   However, it is important that these programs can be tracked 
for efficiency.  By doing so, they may discover overlaps, cost-effective modifications, and 
opportunities to work with other programs to address workforce development.  For the GI Bill, it 
may be useful for tracking to be administered by school officials, through a universally 
distributed data collection base to ensure that the universities are efficiently providing training 
for the Veterans.  This has recently become a hot button topic in regards to for-profit schools, 
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and devising a way of compliance to data tracking could ensure that adequate services are 
provided to Veterans to meet their goals. 
 As well as universities, the military themselves should be effective in their transitioning 
process, and allow ample time to attend the Transition Assistance Program, and that all military 
personnel do in fact attend this course.  Extra stipulations to certain programs that attract 
numerous participants, such as GI Bill, could have a mandated time period to seek a career 
services counselor to ensure that their interview skills and resume writing are efficient, and that 
they know where to look for job opportunities, and how to navigate the various outlets of job 
postings.  By doing this it incorporates the job linkage to a program that has the largest impact of 
participants.  So as to not stop the student from enrolling in school, a memo of understanding 
could be drawn up that states that could enforce this process. 
 
Conclusion 
 There has been an increase in the determination by federal and state agencies to address 
Veteran unemployment, the overhaul and implementation of programs are indicative of the 
support that the Veterans are being offered, and recent declines in the unemployment suggest 
that it is having a positive effect.  As these programs are being delivered, they consistently 
address two differing portions of the unemployment solutions, and although these programs, 
working in this manner, still have the ability to accomplish some of its  goals, their still may be 
better options.  The Vocational Rehabilitation and Employment Services Program combined both 
job linkage and job development, incorporated rehabilitation, and provides a comprehensive 
model that could be more efficient than a cluster of silo modeled programs.  Unfortunately, there 
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is not enough analytic data to truly determine this outcome, and the confidentiality priorities of 
many governmental and NPO agencies leave it very difficult to obtain access into data sets or 
interact with participants.   
 We will be inclined to follow closely for effectiveness of the GI Bill, and the Voc Rehab 
data as it continues to be accumulated to see the effectiveness of these programs.  As the lack of 
data for programs are so prevalent, it is difficult to indicate overall effectiveness of these 
programs.  This paper has determined that while we can qualitatively see efficiencies and 
deficiencies of programs, the biggest deficiency is the lack of tracking participants by the 
programs themselves.   The surveys that have been cited in this report show that there does 
indeed seem to be areas where much can be improved from, especially in areas that these 
programs are directly supposed to address, such as translating military skills, developing skills, 
and communicating qualifications.  By being unable to see how the intent of the program is 
being successfully reached (such as GI Bill’s intent to have Veterans complete their educational 
or vocational programs), and how that translates into obtaining a job derived from skills gained 
from programs is paramount for this population, given that there are other issues that may 
complicate the issue, and the more we can correlate, the easier a Veteran can get the proper help. 
 
 
 
 
 
35 
 
References 
Bureau of Labor Statistics, U.S. Department of Labor, The Editor's Desk, Unemployment  among 
 veterans of the U.S. Armed Forces declines in 2012. Retrieved from
 http://www.bls.gov/opub/ted/2013/ted_20130322.htm (visited February 26, 2014). 
Connecticut Veterans Legal Center. Denying Credit: The Failure to Transition Troops to 
 Civilian Employment. Rep. Yale Law School, 2013.  
Department of Labor. Bureau of Labor Statistics. Employment Situation of Veterans Summary-
 2012. Economic New Release. 20 Mar. 2013. Retrieved from 
 http://www.bls.gov/news.release/vet.nr0.htm. 
Exec. Order No. 13518, 3 C.F.R. 2009.  Retrieved from http://www.whitehouse.gov/the- press-
 office/executive-order-veterans-employment-initiative 
Harrell, Margaret C., and Nancy Berglass. Employing America's Veterans: Perspectives From 
 Businesses. pp.23-28. Center For A New American Security, 2012.  
Institute for Veterans and Military Families.. The Annual Employment Situation of 
 Veterans.  2012 Retrieved from http://vets.syr.edu/wp-
 content/uploads/2013/03/Annual-Employment-Report2012.pdf 
Internal Revenue Service. Employers Hiring Veterans by Years End May Get Expanded  Tax 
 Credit. N.p., 17 May 2013.  Retrieved from 
 http://www.irs.gov/uac/Newsroom/Employers-Hiring-Veterans-by- Year%E2%80%99s-
 End-May-Get-Expanded-Tax-Credit 
Iraq and Afghanistan Veterans of America. IAVA 2012 Member Survey. Rep. 2012. 
 One Million Now Benefit from Post-9/11 GI Bill. US Department of Veterans Affairs. Office of 
 Public and Intergovernmental Affairs, 8 Nov. 2013. Web. 6 Jan. 2014. 
 http://www.va.gov/opa/pressrel/pressrelease.cfm?id=2490 
Osilla, Karen C., and Kristin R. Van Buren. "Labor Force Rentry: Issues for Injured Service 
 Members and Veterans." National Defense Research Institute 2012 
"Post-9/11 GI Bill (Chapter 33) Payment Rates For 2013 Academic Year." US Department of 
 Veterans Affairs, 2013. Web. 6 Jan. 2014. 
 http://www.benefits.va.gov/gibill/resources/benefits_resources/rates/ch33/ch33rates0801
 13.asp 
San Diego State University. Veterans on Campus: Developing a Culture of Appreciation and 
 Support. By Stephen Weber. 2009. Retrieved from http://www.acenet.edu/news-
 room/Documents/Weber.pdf 
Serbu, Jared. "VA Struggles with Accuracy as Disability Claims Get More Complex - 
 FederalNewsRadio.com." Federal News Radio.  6 Dec. 2013. Web. 01 Mar. 2014. 
36 
 
 http://www.federalnewsradio.com/538/3519598/VA-struggles-with-accuracy-as-
 disability-claims-get-more-complex 
"The Program." Troops to Truckers.. Web. 03 Apr. 2014.  http://troops2truckers.net/the-
 program 
US. 3624--112th Congress: Military Commercial Driver’s License Act of 2012. (2012). In 
 www.GovTrack.us. Retrieved March 11, 2014, from
 http://www.govtrack.us/congress/bills/112/s3624 
US Bureau of Labor Statistics. Employment Situation of Veterans 2013. 2013. Retrieved from 
 http://www.bls.gov/news.release/vet.htm 
US Center For Naval Analyses. Average Costs of Training First-Term Marines. By Marianne 
 Bowes. Pp.14- 16 1991.  
US Department of Labor. Office of Inspector General. VETS Needs To Strengthen Management 
 Controls  Over The Transtion Assistance Program. By Michael Yarbrough, Kathy 
 Vochatzer, Sarah Pentecost, and Aaron Talbert. Pp. 3-8, 2010. Print. Report No. 06-
 10-002-02-001. 
US Department of Labor. The Veterans Labor Force in The Recovery pp.7-12., 2011  
US Department of Veterans Affairs. National Survey of Veterans, Active Duty Service 
 Members,  Demobilized National Guard and Reserve Members, and Surviving 
 Spouses. By Westat. P. 109.  2010.  
US Department of Veteran Affairs. Post 9/11 GI Bill Benefits Facts. Department of 
 Veteran Affairs, VA.gov.   
US Department of Veteran Affairs. Monday Morning Workload Reports.  Retrieved from 
 http://www.vba.va.gov/reports/mmwr/ 
US Government Accountability Office. VA Education Benefits: Student Characteristics and 
 Outcomes Vary Across Schools. Rep. no. GAO-13-567. Pp 4-6 2013.  
US Office of Management and Budget. Fiscal Year 2013 Budget of the U.S. Government. 
 Pg. 170, 2013.  
US Office of Personnel Management. Employment of Veterans in the Federal Executive  Branch 
 Fiscal Year 2011. By FedsHire. 2011.  
VetSuccess on Campus. US Department of Veterans Affairs. Web. 
 https://www.vetsuccess.va.gov/public/vetsuccess_on_campus.html 
Veterans Benefits Administration. Vocational Rehabilition & Employment Longitudinal  Study 
 2012. Publication no. VA-798-11-0172. 2013. 
Wagner, Meg, Anthony Cave, and Hannah Winston. "GI Bill Covered Tuition for Nearly a 
 Million Post-9/11 Veterans without Tracking Their Progress." Center for Public 
 Integrity. N.p., 25 Aug. 2013. Web. 02 Mar. 2014. 
37 
 
 http://www.publicintegrity.org/2013/09/03/13297/gi-bill-covered-tuition-nearly-one-
 million-post-911-veterans-without-tracking-their-progress 
